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ABSTRACT 
Many a time small and medium businesses does not survive long enough after the 
retirement/death of the first generation entrepreneurs. Succession difficulties are often 
related to relationship problems, such as family conflict and business problems, rather 
than leadership issues. The evidence of succession problems and the fact that a great 
number of firms in Kenya are about to start succession processes is reason enough to 
study the topic for the benefit of the national economy. The main purpose of the study 
was determine effect of leadership styles on succession planning in small and medium 
enterprises in Kenya; A case study of kariobangi light industries. The study specifically  
determined effect of directive leadership on succession planning in small and medium 
enterprises, establish effect of transformational leadership on succession planning in 
small and medium enterprises, determine effect of participative leadership on succession 
planning in small and medium enterprises and to identify the effect of transactional 
leadership on succession planning in small and medium enterprises. The study was 
informed by Situational Theory and Trait theory. This study adopted an explanatory 
research. The population of study comprised owners/managers in kariobangi light 
industries . The study used Cluster sampling technique to select the sample size of 335 
SMEs .The primary data on the other hand is to be obtained from questionnaires. 
Cronbach’s alpha was used to determine reliability, Descriptive statistics such as 
frequency distribution, percentages, means and standard deviations was calculated and 
data presented in form of tables, graphs and charts was used. Inferential statistics was 
used to draw implications from the data with regard to the regression model. The study 
findings indicated that directive leadership transformational leadership and transactional 
leadership has a positive and significant effect on succession planning. However, 
participative leadership has no significant effect on succession planning. Thus, the study 
concludes that directive leadership, transformational leadership and transactional 
leadership are major and significant determinants of succession plan on SMEs. It is 
therefore important for organization to build a culture of strong leadership whereby 
employees show effective leadership at all levels.  For the leaders, they should teach and 
mentor their followers and show faith in their capabilities to succeed It is also important 
for leaders to have a clear vision and appeal emotionally to their followers in order for 
them to be a source of admiration and identification 
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DEFINITION OF TERMS 
Directive leadership  refer to a situation where a leader Telling followers what 
needs to be done and giving appropriate guidance along the 
way. This includes giving them schedules of specific work 
to be done at specific times. Rewards may also be increased 
as needed and role ambiguity decreased (by telling them 
what they should be doing (Walter & Bruch, 2009 
Participative leadership  Consulting with followers and taking their ideas into 
account when making decisions and taking particular 
actions. This approach is best when the followers are expert 
and their advice is both needed and they expect to be able 
to give it (Northouse, 2009) 
Transaction leadership  Setting challenging goals, both in work and in self-
improvement (and often together). High standards are 
demonstrated and expected. The leader shows faith in the 
capabilities of the follower to succeed. This approach is 
best when the task is complex (Probst, 2005). 
Transformation  leadership refers to a situation where a leader consider the needs of the 
follower, showing concern for their welfare and creating a 
friendly working environment. This includes increasing the 
follower's self-esteem and making the job more interesting 
(Epitropaki & Martin, 2013). 
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CHAPTER ONE 
INTRODUCTION 
1.0 Chapter Introduction  
This chapter presents the background to the study, statement of the problem, objectives, 
research questions, significance, scope, limitations of the study, and conceptual 
frameworks to the study.  
1.1 Background of the Study 
Globally, Small and Medium Enterprises (SMEs) contribute heavily to the various 
economies. The contributions range from employment creation to large proportions of the 
Gross Domestic Product (GDP). The long-term survival of SMEs is important in the 
theory of sustaining entrepreneurship considering that it can lead to permanent job 
creation most especially in developing countries (Willemse, 2010).However, Small and 
Medium  Enterprises continuity and prosperity of a business will require appropriate 
succession plan that can preserve it. Therefore, Researchers and consultants have long 
stressed succession planning's importance in ensuring the continuity and prosperity of a 
business (Ward, 2000).  Nevertheless, Smes, like other business concerns pose leadership 
and succession challenges that normally require a unique approach to their solutions 
(Dunemann & Barrett, 2004). For  Smes to survive, there is always a pertinent need for 
leadership, good managerial skills, human resource management and a succession 
strategy that envisions the exit of founders; or others, who at one time or another, reached 
the helm of company leadership and authority - company politics notwithstanding.  
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According to Marshall (2001) the issues surrounding succession planning are much more 
complex than simply passing the business along to the oldest son. Many business owners 
today do not want to work until their deaths, nor is it a financial necessity. It is also no 
longer a given, or even expected, that businesses will be passed to the oldest son. In many 
ways, this makes the issue of succession planning more difficult for the founder/owner 
because the decisions of when, how, and to whom the business will be transferred must 
be planned in advance.  
Sorenson’s (2000) research shows leadership style that the business founder employs   
plays a critical role in successful succession planning. It has been argued that one of the 
primary functions of businesses is to maximize productivity. This responsibility for 
productivity and smooth functioning rests primarily upon the leadership of the business. 
In the case of family-owned businesses, however, the issue of leaders maximizing 
productivity is more difficult than it may be for non-family-owned businesses. That is 
because the leaders of family-owned businesses may also be the parents, siblings, or 
relatives of those they employ.  Wren (2005) states that, the family business leadership 
should foster good communication among family members and with non-family 
employees and should also provide for orderly succession. He further states that, these 
factors are the most important in counteracting the strong emotions that can arise. At 
home, responsibilities and rights are different than at work and this should be kept in 
mind at all times 
Small and Medium  Enterprises (SMEs) are engines of economic development through 
contribution of jobs and poverty reduction. Currently, the SMEs sector in Kenya 
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contributes over 70% of the country’s GDP. Despite the importance of SMEs in the 
economy, they have high collapse rate. In Kenya, three out of every five collapse 
within3-5 years of operation leading to loss of jobs. More often than not, families make 
applications in court to bar their family members from running or interfering with the 
running of family business. A recent survey dubbed, the annual top small and medium 
enterprises in Kenya that is carried out by audit firm KPMG and Nation Media Group 
found out that revenue growth was highest in the past 12 months for small businesses in 
construction at 61%, services 46% and information technology 44% - segments of the 
economy reflecting the intensity of activity in the sectors. Majority of these small and 
medium enterprises are family owned business units with the family member being the 
majority shareholders. They are also known for their poor book keeping records and the 
secrecy in which they conduct their businesses (KPMG and Nation Media Group, 2012). 
This study therefore will seek to establish various leadership styles employed in SMEs 
and how their affect success planning of SMES in Kenya.  
1.2  Statement of the Problem 
Small and Medium businesses are a large part of the Kenyan economy. Unfortunately, 
the majority of such businesses fail before reaching the second or third generation 
(Karanja, 2012). Although many possible explanations exist as to why so few business 
firms are unable to perpetuate themselves into future generations, succession planning 
has emerged as a key area of interest and a potential stumbling block for business owners, 
consultants, and researchers to pay attention to.  
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Many a time small and medium businesses does not survive long enough after the 
retirement/death of the first generation entrepreneurs. According to Karanja (2012) 
family members file court cases to bar other members of their families from running or 
interfering with the management of an enterprise after the exit of the first generation 
owners (Karanja, 2012), and the course of all these could be due to lack of proper 
leadership styles that leaders to a complete succession planning by the first entrepreneurs 
Succession difficulties are often related to relationship problems, such as family conflict 
and business problems, rather than leadership issues. The  evidence  of  succession 
 problems  and  the  fact  that  a  great  number  of  firms  in  Kenya  are  about  to  start 
 succession  processes  is  reason  enough  to  study  the  topic  for  the  benefit  of  the 
 national  economy.  Furthermore, little has been  written  on    succession planning  in 
relation to leadership styles,  despite  the  increasing  number  of  research  on  both 
 executive  succession  and  family  businesses 
1.3  Profiles of Kariobangi Light Industries 
Kariobangi Light Industries is located in Nairobi County, Kenya. Development of SMEs 
at Kariobangi Light Industries dates back to the 1980s, when workers of formal-sector 
factories started losing jobs due to Structural Adjustment Programmes (SAPs) (Otsuka - 
2011). The government of Kenya designated the area as such in 1989.There are over 
2000 firms within the Kariobangi Light Industries involved in various activities including 
manufacture of animal feeds, footballs, soaps, detergents, roof washers and shoe polish: 
mixing and repackaging of paints, ink, beauty products and insecticides; fabrication of 
metal products; flour milling; casting or machining of metal  parts; engineering works; 
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workshops; baking; servicing of posho mills; recycling among others (JICAl, 2010). 
Initially, most of the enterprises concentrated in making similar products with less 
emphasize on quality due to the low levels of competition. However with time and owing 
to new entrants and competition, there has been increased focus on best business 
practices just like in the other sectors of economy (Akoten, 2009) 
1.4  General Objectives 
The general objective of the study will be to determine the effect of leadership styles on 
succession planning in small and medium enterprises in Kenya; A case study of 
Kariobangi light industries 
1.5  Specific Objectives 
i. To determine effect of directive leadership on succession planning among  small 
and medium enterprises in Kariobangi light industries 
ii. To establish effect of transformational leadership on succession planning among  
small and medium enterprises in Kariobangi light industries 
iii. To determine effect of participative leadership on succession planning among  
small and medium enterprises in Kariobangi light industries 
iv. To identify the effect of transactional leadership on succession planning among  
small and medium enterprises in Kariobangi light industries 
Research Hypothesis 
HO1: There is no significant effect of directive leadership on succession planning 
 among small and medium enterprises in Kariobangi light industries 
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HO2: There is no significant effect of transformational leadership on succession 
 planning among small and medium enterprises in Kariobangi light industries 
HO3: There is no significant effect of participative leadership on succession planning 
among small and medium enterprises in Kariobangi light industries  
HO4: There is no significant effect of transactional leadership on succession planning 
among small and medium enterprises in Kariobangi light industries  
1.7  Significance of the Study 
The findings of this study will be of particular importance to various sectors. The  various 
scholars and other researchers interested in small and medium enterprises will  benefit 
from the findings of this study. The findings will add to the already existing body of 
knowledge in this field. Particularly the study will benefit the following:  
Entrepreneurs: Entrepreneurs both potential and existing will benefit from the findings of 
this study as they will use them in identifying appropriates leadership styles for good 
successful planning. The succeeding entrepreneurs would also benefit from the success of 
their enterprises.  
The policy makers: The governments and other relevant institutions will utilize the 
knowledge gained from this study in assisting the entrepreneurs by designing relevant 
courses for training them. The policies formulated would also be aimed at helping family 
businesses survive for a long time as they serve as important economic bases in 
employment creation.  
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Financial institutions: The financial institutions will reduce the risk rating of the family 
enterprises that have sound leadership and succession plan in place as they will be 
measured of long term survival of the enterprises.  
Researchers and scholars: The study will make empirical contribution to the field of  
enterprise management in general and particularly to the management of small and  
medium family enterprise 
1.8  scope of the study 
The study will only cover effect of leadership styles on succession planning in small and 
medium enterprises in Kenya; A case study of Kariobangi light industries in Nairobi 
county. The study will target owner or managers of the SMEs. The study will be 
conducted in three months  
1.9  Chapter Summary  
This chapter has provided a brief literature review, the hypothetical link between 
leadership styles and succession planning in small  and medium enterprises. The study 
has shown provided problem of the stud, significance and scope of the study. The next 
chapter provides a comprehensive overview of relevant literature on leadership styles and 
succession plan, theories under study and conceptual framework .  
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CHAPTER TWO 
LITERATURE REVIEW 
2.1  Introduction 
This chapter provides a comprehensive overview of relevant literature on leadership 
styles and succession plan. The views of scholars cited in this review will be later 
compared with the findings in chapter five to see whether the findings will concur with 
the cited literature or not. 
2.2 Theoretical Review 
2.2.1 Situational Theory 
The situational or contingency theory proposes that the effectiveness of a certain 
leadership style is situationally contingent, meaning that it will be effective in some 
circumstances but not in others. Those aspects of the situation that enhance the effects of 
the leader or nullify them are called situational moderator variables (Yukl, 2002). 
Therefore, the contingency theory assumes that there is no universally appropriate 
leadership style or one-best-way. 
The first comprehensive contingency theory of leadership was proposed by Fiedler 
(Fiedler, 1964, 1967), who determined the situation using three aspects: the leader 
member relations, the position power, and the task structure. The efficiency of a 
leadership style, depends on the situational favorability. The situational favorability 
results from weighing and combining the three situational aspects. According to Fiedler’s 
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theory, the correlation of the leadership style and the leader’s efficiency varies according 
to the situation. Fiedler’s achievement was to introduce the first contingency theory of 
leadership and thereby he encouraged greater interest in situational factors (Neuberger, 
2002). 
2.2.2 Trait Theory 
Trait theories emphasize the personal qualities of leaders and focus attributes that 
distinguish leaders from non-leaders. Three kinds of traits are physical factors height, 
appearance, age, etc, aspects of personality self-esteem, dominance, emotional stability, 
conservatism, etc., and aptitudes general intelligence, fluency of speech, creativity, etc., 
assuming that the differential traits could be identified by empirical research. Stogdill’s 
(1948) review on the literature on leadership traits showed associations with factors that 
he classified under the general headings of capacity intelligence, alertness, verbal facility, 
originality, judgment, achievement scholarship, knowledge, athletic accomplishments, 
responsibility dependability, initiative, persistence, aggressiveness, self-confidence, 
desire to excel, participation activity, sociability, cooperation, adaptability, humor, and 
status socio-economic position, popularity. However, the basic premise of the trait 
approach is that a person must possess a particular set of traits in order to be identified as 
a leader could not be supported. A person does not become a leader by virtue of the 
possession of some combination of traits, but the pattern of personal characteristics of the 
leader must bear some relevant relationship to the characteristics, activities, and goals of 
followers (Judge et al, 2004). 
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2.2.3 Concept of Succession Planning 
The concept of succession planning has been defined as a deliberate and systematic effort 
by an organization to ensure leadership continuity in key positions, retain and develop 
intellectual and knowledge capital for the future, and encourage individual advancement 
(Rothwell, 2001). There are several views that endorse the value of succession planning 
in today’s modern organization. Senior leaders are keenly aware that “the continued 
survival of the organization depends on having the right people in the right places at the 
right time (Rothwell, 2001). The impact on organizational continuity would be 
devastating if a successor was suddenly required and none had been identified. 
Succession planning is a process for identifying and developing internal people with the 
potential to fill key business leadership positions in the company. Succession planning 
increases the availability of experienced and capable employees that are prepared to 
assume these roles as they become available. Taken narrowly, replacement planning for 
key roles is the heart of succession planning. Effective succession or talent-
pool management concerns itself with building a series of feeder groups up and down the 
entire leadership pipeline or progression (Charan, Drotter, Noel, 2001). In contrast, 
replacement planning is focused narrowly on identifying specific back-up candidates for 
given senior management positions. For the most part position-driven replacement 
planning often referred to as the truck scenario is a forecast, which research indicates 
does not have substantial impact on outcomes. 
Succession planning is a process whereby an organization ensures that employees are 
recruited and developed to fill each key role within the company. Through your 
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succession planning process, you recruit superior employees, develop their knowledge, 
skills, and abilities, and prepare them for advancement or promotion into ever more 
challenging roles. Actively pursuing succession planning ensures that employees are 
constantly developed to fill each needed role. As your organization expands, loses key 
employees, provides promotional opportunities, and increases sales, your succession 
planning guarantees that you have employees on hand ready and waiting to fill new roles 
(Jusko, 2005). 
A succession planning process is most effective when it is a systematic effort that is 
deliberately planned and is driven by a written, organization-wide statement of purpose 
and a policy (Rothwell, 2001). The basic tenants of this succession planning process 
would articulate a foundation for communicating career paths to each individual, 
establishing development and training plans, establishing career paths and individual job 
moves, communicating upward and laterally concerning the management organization 
and creating a more comprehensive human resources planning system (Rothwell, 2001).  
Nearly two-thirds of CEOs said they were likely to step down from their positions in the 
next 10 years (Jusko, 2005). Of those CEO’s who will step down over the next decade, 
thirty-nine percent said they have a likely successor in mind, with 45% having identified 
no successor at all (Jusko, 2005). The latest Workplace Forecast from the Society for 
Human Resources Management (SHRM) indicates that few organizations have executive 
succession plans (Schramm, 2005). These startling facts place a new sense of value and 
importance on the succession planning process.  
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The process of succession planning should support and complement the strategic 
planning and strategic vision of an organization and provide an essential starting point for 
leadership and employee development programs (Rothwell, 2001). Without this strategic 
focus, organizations will have difficulty maintaining leadership continuity or identifying 
appropriate leaders when a change in business strategy is necessary. This is important to 
remember because the succession process and attendant politics tend to be most visible at 
the top of the organization. While many Fortune 500 corporations have implemented a 
succession planning process, small and medium-sized businesses also need them. In fact, 
inadequate succession plans are a common cause of small business failure as founding 
entrepreneurs fade from the scene, leaving no one to continue their legacy (Rothwell, 
2001).  
As organizations today face the ever-increasing issues related to growth, globalization 
and competition, succession planning is needed to cultivate the right talent in order to 
meet these daunting challenges. Senior leadership should be strategically focused in the 
development of future leaders, combining proactive assignments monitoring, rigorous 
success planning, and experiential educational programs that will help make companies 
more competitive, with a talented pipeline of leaders ready to take charge (Mercer, 2005).  
Today’s business and the environment in which it operates are never static (Alexander, 
2005). The incessant wave of mergers and consolidations along with other cost 
containment efforts have led to reductions in the middle management ranks, a traditional 
training ground and source of top management talent (Rothwell, 2001). Effective 
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succession planning can be a valuable resource to identify promising candidates early and 
to actively cultivate their development. 
2.2.4 Concept of Leadership Style 
The concept and definition of leadership and style may differ from one person, or 
situation, to the other. The word leadership has been used in various aspects of human 
endeavor such as politics, businesses, academics, social works, etc. Previous views about 
leadership show it as personal ability (McGrath and MacMillan, 2000). 
Messick and Kramer (2004) argued that the degree to which the individual exhibits 
leadership traits depends not only on his characteristics and personal abilities, but also on 
the characteristics of the situation and environment in which he finds himself. Since 
human beings could become members of an organization in other to achieve certain 
personal objectives, the extent to which they are active members depends on how they 
are convinced that their membership will enable them to achieve their predetermined 
objectives. Therefore, an individual will support an organization if he believes that 
through it his personal objectives and goals could be met; if not, the person’s interest will 
decline. Leadership style in an organization is one of the factors that play significant role 
in enhancing or retarding the interest and commitment of the individuals in the 
organization.  
Thus, Glantz (2002) emphasizes the need for a manager to find his leadership style. In the 
literature, leadership has been identified as an important subject in the field of 
organizational behavior. Leadership is one with the most dynamic effects during 
14 
 
individual and organizational interaction. In other words, ability of management to 
execute “collaborated effort” depends on leadership capability.  
Lee and Chuang (2009), explain that the excellent leader not only inspires subordinate’s 
potential to enhance efficiency but also meets their requirements in the process of 
achieving organizational goals. Fry (2003) explains leadership as use of leading strategy 
to offer inspiring motive and to enhance the staff’s potential for growth and development. 
Several reasons indicate that there should be a relationship between leadership style and 
organizational performance. The first is that today’s intensive and dynamic markets 
feature innovation-based competition, price/performance rivalry, decreasing returns, and 
the creative destruction of existing competencies (Santora et al., 1999). Studies have 
suggested that effective leadership behaviors can facilitate the improvement of 
performance when organizations face these new challenges (McGrath and MacMillan, 
2000) 
Understanding the effects of leadership on performance is also important because 
leadership is viewed by some researchers as one of the key driving forces for improving a 
firm’s performance. For instance, transactional leadership helps organizations achieve 
their current objectives more efficiently by linking job performance to valued rewards 
and by ensuring that employees have the resources needed to get the job done (Zhu, 
Chew and Spengler, 2005).  
Visionary leaders create a strategic vision of some future state, communicate that vision 
through framing and use of metaphor, model the vision by acting consistently, and build 
commitment towards the vision (Avolio, 1999; McShane and Von Glinow, 2000). Some 
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scholars like Zhu et al. (2005), suggest that visionary leadership will result in high levels 
of cohesion, commitment, trust, motivation, and hence performance in the new 
organizational environments. 
Mehra, Smith, Dixon and Robertson (2006) argue that when some organizations seek 
efficient ways to enable them outperform others, a longstanding approach is to focus on 
the effects of leadership. Team leaders are believed to play a pivotal role in shaping 
collective norms, helping teams cope with their environments, and coordinating 
collective action. This leader-centred perspective has provided valuable insights into the 
relationship between leadership and team performance (Guzzo and Dickson, 1996). Some 
studies have explored the strategic role of leadership to investigate how to employ 
leadership paradigms and use leadership behaviour to improve organizational 
performance (Judge, et al, 2002; Judge and Piccolo, 2004; Keller, 2006; McGrath and 
MacMillan, 2000; Meyer and Heppard, 2000; Purcell, et al., 2004; Yukl, 2002). This is 
because intangible assets such as leadership styles, culture, skill and competence, and 
motivation are seen increasingly as key sources of strength in those firms that can 
combine people and processes and organizational performance (Purcell et al., 2004).  
Previous studies led the expectation that leadership paradigms will have direct effects on 
customer satisfaction, staff satisfaction, and financial performance. In general, however, 
the effects of leadership on organizational performance have not been well studied, 
according to House and Adyta’s review (1997), who criticized leadership studies for 
focusing excessively on superior-subordinate relationships to the exclusion of several 
other functions that leaders perform, and to the exclusion of organizational and 
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environmental variables that are crucial to mediate the leadership-performance 
relationship. Another problem with existing studies on leadership is that the results 
depend on the level of analysis. House and Aditya (1997), distinguished between micro-
level research that focuses on the leader in relation to the subordinates and immediate 
superiors, and macro-level research that focuses on the total organization and its 
environment. Other scholars have also suggested that leaders and their leadership style 
influence both their subordinates and organizational outcomes (Tarabishy, Solomon, 
Fernald, and Sashkin, 2005).  
For transformational leadership style, the follower feels trust, admiration, loyalty and 
respect towards the leader, and is motivated to do more than what was originally 
expected to do. The transformational leader motivates by making follower more aware of 
the importance of task outcomes, inducing them to transcend their own self-interest for 
the sake of the organization or team and activating their higher-order needs. He 
encourages followers to think critically and seek new ways to approach their jobs, 
resulting in intellectual stimulation. As a result, there is an increase in their level of 
performance, satisfaction, and commitment to the goals of their organization (Podsakoff 
et al, 1996).  
Transactional leadership involves an exchange process that results in follower 
compliance with leader request but not likely to generate enthusiasm and commitment to 
task objective. The leader focuses on having internal actors perform the tasks required for 
the organization to reach its desired goals (Boehnke et al, 2003). The objective of the 
transactional leader is to ensure that the path to goal attainment is clearly understood by 
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the internal actors, to remove potential barrier within the system, and to motivate the 
actors to achieve the predetermined goals.  
Transactional leaders display both constructive and corrective behaviors. Constructive 
behavior entails contingent reward, and corrective dimension imbibes management by 
exception. Contingent reward involves the clarification of the work required to obtain 
rewards and the use of incentives and contingent reward to exert influence. It considers 
follower expectations and offers recognition when goals are achieved. The clarification of 
goals and objectives and providing of recognition once goals are achieved should result 
in individuals and groups achieving expected levels of performance. Active management 
by exception refers to the leader setting the standards for compliance as well as for what 
constitutes ineffective performance, and may include punishing followers for non-
compliance with those standards. This style of leadership implies close monitoring for 
deviances, mistakes, and errors and then taking corrective action as quickly as possible 
when they occur (Solomon, 2005) 
Table 2.1 Summary of Theoretical Framework 
Theory Authors 
Succession plan   Situational Theory 
Bell & Martin, 2012, Nunéz & 
Lynn, 2012, Lowe, Lowe, & 
Lynch, 2010) 
Leadership styles 
 Directive Leadership  
 Transformational 
Leadership  
 Participative 
leadership  
 Transactional 
Leadership   
Trait Theory 
Traits discussed in the 
theory are;  
 Adaptable to 
situations 
 Alert to social 
environment 
 Ambitious and 
achievement 
Judge et al, 2004 
Stogdill’s (1948)  
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oriented 
 Assertive 
 Cooperative 
 Decisive 
 Dependable 
 Dominant (desire 
to influence 
others) 
 Energetic (high 
activity level) 
 Persistent and 
self-confident 
 Tolerant of stress  
 Willing to accept 
responsibility 
 
2.3 Empirical Review 
2.3.1 Directive Leadership and Succession Planning 
The concept of the directive leader conceptualizes the role of leaders as acting as a role 
model for followers, displaying a sense of power and confidence, and making bold, 
unconventional decisions. Furthermore, directive leaders develop and communicate an 
emotionally captivating vision, foster the acceptance of shared goals, and motivate 
followers for the achievement of common aspirations’ by directing others hence the staff 
are able to follow the lead. Through this directive leaders are able to lay a strong 
foundation for the future succession of the company (Walter & Bruch, 2009).  
Directive leadership comprises the transformational traits of idealized influence and 
inspirational motivation. That is, directive leaders communicate an idealized vision and 
motivate their followers by appealing to their values and beliefs thus their staff are likely 
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to follow the same trend and make good candidates for the future succession of the 
company (Yukl, 2013). Their vision is usually different from the status quo and relies on 
the idea that the organization is not realizing its full potential. Directive leaders tend to 
draw on relationship-oriented behaviors (Yukl, 2013; Northouse, 2009). 
Credibility is paramount in convincing followers that the advocated vision is the most 
beneficial for the organization as a whole (Yukl, 2013). To be credible, the directive 
leader needs to be eloquent. That is, they must possess rhetorical skills that allow them to 
translate abstract concepts into a concrete and memorable vision that followers can 
identify with. Directive leaders are confident in their skills and communicate 
determination and motivation, inspiring followers to cope with uncertainty. Their high 
motivation is translated into a willingness to work hard (Shamir et al., 1998) and to take 
risks (House & Aditya, 1997) to challenge the status quo and accomplish their vision. In 
this sense, directive leaders are entrepreneurial, making sacrifices and taking risks to 
achieve what they believe is the most beneficial outcome for the organization succession 
planning. Directive leaders have been found to be more effective than transactional 
leaders, and increase followers’ performance, satisfaction, and commitment (DeGroot et 
al., 2000).  
Conger et al. (2000) found that the positive effect of directive leadership on trust and 
performance and hence future succession planning is mediated by the degree of reverence 
followers have for their leader. Given that directive leadership is more focused on 
idealized influence than transformational leadership, it may be more effective in less 
formal settings associated with small to medium companies, or start-ups that require an 
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appealing vision in their initial phase of operation. It has also been suggested as 
potentially important for businesses of any size facing a crisis and requiring fresh 
motivation to improve employee performance.  
According to Rapp, (2005) one way to ensure a successful succession planning transition 
is to build a culture of strong leadership whereby employees show effective leadership at 
all levels. Strengthening leadership capacity throughout the organization can enable a 
highly successful transition by reducing dependency on a single individual, such as a 
certain senior leader or key person. 
Another key issue related to succession is the transfer of knowledge. Directive leadership 
transition often leads to the loss of critical tacit knowledge that has built up throughout 
the years. Strategies such as intentional documentation, attention to effective systems and 
processes, and deliberate knowledge sharing are just a beginning. Creating a so-called 
knowledge-based culture can deliver dividends when an organization is faced with 
succession of a leader (Wilbert, 2010). 
2.3.2 Transformational Leadership and Succession Planning 
Transformational leadership aims at inspiring and motivating followers to align their 
goals and beliefs to those of the organization and perform more than what is expected 
from their contracts thus creating a sense of viable succession planning. In contrast to 
transactional leadership, some researchers have generally conceptualized 
transformational leadership as the top end of a continuum or hierarchy of social 
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exchange, in which the high quality exchange mutually stimulates and elevates leaders 
and followers, transforming (Northouse, 2009).  
Generally, transformational leadership has been viewed as a higher-order construct that 
shares some aspects with transactional leadership. However, by communicating an 
appealing vision and the need for positive change, it also persuades employees to go 
beyond their individual interests and therefore make good future leaders for the company 
thus successful succession planning (Yukl, 2013). As such, it is a leadership style that 
draws heavily on relationship-oriented behaviors and has also been found to be highly 
effective in times of turbulent changes (Yukl, 2013). 
According to a study done by Northouse, (2009) transformational leaders are found to act 
as role models, promoting a shared vision that can be achieved by paying attention to the 
followers’ needs and by intellectually stimulating each of them enabling each of them 
want to work for the future benefit of the company hence creating a sense of ownership 
that will eventually help the company in the process of succession planning. 
Transformational leadership is based on four dimensions: idealized influence, 
inspirational motivation, individualized consideration, and intellectual stimulation. 
Idealized influence represents the leader’s charisma. 
According to Bryant, (2003) the leader provides a clear mission and appeals emotionally 
to his followers by becoming a source of admiration and identification. The other staff 
want to be like him, they strive to excel in more ways hence could create viable potentials 
when it comes to the succession of the company.  
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By clearly sharing a mission and a vision and by promoting personal empowerment, 
transformational leadership allows the implementation of structural interventions that 
result in increased autonomy, higher self-efficacy, and enhanced employee influence on 
work outcomes and successful succession planning (Sun et al., 2012). In turn, followers’ 
empowerment, appreciation, and involvement in the decision-making process result in 
increased job satisfaction and higher performance (Dvir et al., 2002; Judge & Piccolo, 
2004; Park & Rainey, 2008; Wang et al., 2011).  
Recent findings highlight more specific effects of transformational leadership on 
succession planning. In general, transformational leadership facilitates communication, 
allowing employees to speak out to their peers and to their leaders without fear of 
retaliation (Liu et al., 2010). Braun et al. (2013) found that transformational leaders that 
promote an open climate for discussion are more trusted both at the individual and the 
team level, resulting in higher level of achievement in succession planning. 
Epitropaki and Martin (2013) found that transformational leaders foster smoother and 
more relaxed communications and negotiations hence a more viable succession planning 
initiative. When the leader exhibits transformational traits, followers were found to be 
more prone to use tactics that reciprocate this relations-oriented leadership style, such as 
ingratiation, rather than abrasive forms of influence such as coalition or direct 
confrontation (Epitropaki & Martin, 2013). Transformational leadership also mitigates 
the detrimental effect that conflicts have on morale and performance (Ayoko & Konrad, 
2012), and are able to exploit the shared vision and their relationship orientation to settle 
conflicts and re-group their followers toward the intended goal. Transformational leaders, 
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however, have to deliver on promises in this case, the vision or narrative deployed to 
motivate others. Grant (2012) highlights several failures in the implementation of 
transformational leadership in banks and military settings as the result of a gap between 
the articulation of an appealing vision and the incapacity to translate that vision into 
reality. Transformational leadership leads to positive outcomes only when the inspiring 
vision is made tangible, for example through job designs that enhance the salience of the 
vision’s impact (Grant, 2012). Moreover, transformational leaders must avoid the risk of 
being seen as so convinced of their vision and ideas that others fear to contradict them or 
share their own (Detert & Burris, 2007). 
2.3.3 Participative leadership on succession planning 
Participative leadership is a managerial style that invites input from employees on all 
company decisions. The staff is given pertinent information regarding company issues, 
and a majority vote determines the course of action the company will take. Participative 
leadership can sometimes be a slower form of decision-making, but it has several 
advantages that may make it the right managerial method for your business. Participative 
decision-making is the extent to which employers allow or encourage employees to share 
or participate in organizational decision-making (Probst, 2005).  
According to Bass, (2008) participative leadership is one of many ways in which an 
organization can make decisions regarding its future succession plans. The leader must 
think of the best possible style that will allow the organization to achieve the best results. 
This enables employees work to their level best hence ensuring that the future is well 
planned for. 
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Participatory decision-making by the top management team can ensure the completeness 
of decision-making and may increase team member commitment to final decisions in 
future when they are considered for various posts in the company. In a participative 
decision-making process each team member has an opportunity to share their 
perspectives, voice their ideas and tap their skills to improve team effectiveness and 
efficiency. 
By sharing decision-making with other employees, participants may eventually achieve 
organization objectives that influence them in future when the succession plan in place 
incorporates them (Brenda, 2001). In this process, participative leadership can be used as 
a tool that may enhance relationships in the organization, increase employee work 
incentives, and increase the rate of information circulation across the organization thus 
ensuring a successful future succession plan (Anderson & McDaniel, as cited in Brenda, 
2001). 
Through participative leadership staff will more readily accept policies and decisions that 
were reached by general consensus. This cuts down on the resistance that new company 
policies will experience and speeds up the process of implementing new ideas. 
Employees are given a personal stake in the success of new company policies by being 
involved in the process of creating and approving these policies, and that helps the 
company to adjust rapidly to policy changes and in the succession plans of the company 
because they can influence decisions (Benefiel, 2005). 
According to a study done by Wolf, (2002) employees that are given a voice in the 
operation of the company feel personally liable for the success of the company and for its 
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future leaders. The staff morale remains at a high level because there is an appreciation 
for the chance to be part of the company decision-making process in the future succession 
of a company. Employees will also take a more active role in improving the work 
conditions when they know that they can directly affect the policies that govern the 
workplace. 
A participative style of leadership offers employees more than just the opportunity to 
improve their income through good performance and ability to succeed the company. It 
gives staff members the chance to be active in determining the future success of the 
company. Allowing employees to be active in the growth of the organization encourages 
those employees to stay with the company to see their plans result in success. This will 
improve employee retention and improve the future succession of the company (Yang, 
2012). 
2.3.4 Transactional Leadership on Succession Planning 
Transactional leadership assumes that leaders and followers have different goals and the 
convergence of these different goals occurs through the strategic use of monetary 
rewards. Generally, researchers have conceptualized transactional leadership as the 
bottom end on a continuum or hierarchy of social exchanges. Transactional leadership 
also draws heavily on task-oriented behaviours (Yukl, 2013; Northhouse, 2009) 
Transactional leadership relies on the fulfillment of contractual obligations by rewarding 
achievements and punishing deviations from acceptable standards for example by 
rewarding an employee through promotions the employee may feel considered in the 
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future ownership of the company hence this sets out a viable plan for the future 
succession of the company (Rainey, 2009).  
As one may expect from a task-oriented leadership style, transactional leadership has a 
positive influence on future succession plan of a company (Bass et al., 2003). In 
particular, the increased quality of internal communication through goal setting, 
monitoring, and feedback ensures that knowledge is exploited at the organizational level 
and converted into future assets that generate revenues for a succession plan (Bryant, 
2003). The technical nature of a transactional approach allows both leaders and members 
to critically examine each facet of this leadership style. The more the leader and the 
followers agree on the transactional aspects of the job, the higher the positive influence 
on performance, organizational commitment, trust in the leader, and corporate citizenship 
behaviours and future succession plan (Whittington et al., 2009).  
Moreover, the contingency reward aspect of transactional leadership contributes to the 
creation of a climate of a viable succession plan, which in turn determines satisfaction 
and organizational commitment. That is, followers who perceive that routines and tasks 
are managed consistently and fairly are more committed and satisfied (Walumbwa et al., 
2008). Although transactional leadership emphasizes task performance over relationships, 
it is particularly effective in increasing organizational identification when the followers 
are characterized by high levels of interdependence with other organizational members 
(Epitropaki & Martin, 2005). It has been noted, however, that followers subject to 
transactional leadership exhibit less sense of obligation towards their leader and less 
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desire to reciprocate, often using hard tactics such as direct confrontation and upward 
appeals to access resources not implied in their contract (Epitropaki & Martin, 2013) 
2.4 Summary 
In this chapter, studies have been discussed on the directive leadership, supportive 
leadership; participative leadership and achievement oriented leadership will are assumed 
to have influences on organizations change (dependent variable). From the above review 
of literature researchers have articulate that a through directive leadership style employee 
are given more guidance to avoid uncertainty hence prompting change, also through 
Supportive leadership employees are trained to deal with issues themselves hence more 
change management. Active participation promotes involvement and commitment, 
because subordinates develop a greater trust in and rise to a higher level of acceptance of 
information identified by them. 
2.5 Research gaps 
The review of the literature above has not adequately identified the direct effect of 
leadership styles on succession planning. There are also inconclusive findings on how 
leadership style affects succession planning.  The studies above have been mostly 
conducted in developed countries and only limited studies in Kenya has identified various 
leadership styles among SME and how their affect succession planning.  
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2.6 Conceptual framework 
A conceptual framework is a visual or written product that explains, either graphically or 
in narrative form, the main things to be studied—the key factors, concepts, or variables—
and the presumed relationships among them(Miles and Huberman, 1994). The conceptual 
framework that will be used in this research depicts the various variables under study. 
Theories of situational theory and trait provide the basis of the study independent variable 
which are; directive leadership, transformational leadership, transactional leadership and 
participative leadership.  The theories assume that four different types of leadership style 
affect succession of planning of SME. These variables lead to the conceptual framework 
of the study as illustrated in figure 1  
         Independent Variables                            Dependent Variable  
 
 
 
 
 
 
 
Figure 2.2. Conceptual framework of the study 
 
Directive leadership  
Transformational 
leadership  
Transactional 
leadership  
Participative 
leadership 
Succession 
planning  
Situational Theory  
Trait Theory  
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2.6.1 Operationalization of Variables 
Directive leadership  refer leaders who allow the goals or the plan to be openly 
or routinely questioned once they are in place, make sure 
that every task is by the book or has worked before, 
everyone is supervised and is given a task, assign tasks 
designed to accomplish specific goals, guide and 
structures  employees’ activities, clarify expectations, 
goals, and work methods,  monitors and follow up on our 
assignments, define roles and communication patterns  
plan, schedule, and assign responsibilities 
Transformational leadership refer to leaders who show acceptance and positive regard 
for others, polite and considerate, not arrogant and rude,  
treat each employee as an individual, patient and helpful 
when giving instructions or explanations, provide 
sympathy and support when the person is anxious or upset, 
express confidence in the person when there is a difficult 
task and provide assistance with the work when it is 
needed 
Transactional leadership   refer to leader who  shows faith in the capabilities of the 
follower to succeed, teach and mentor employees, do on-
site observation, make difficult decisions that are aligned 
with hotel visions, mission and objectives 
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Participative leadership    refer to leaders who allow employees to participate in 
planning daily activities, set my own targets, in setting 
procedures, allowed to have direct influence on their work, 
allowed to make use of personal judgment, allowed to 
decide on how to do my job, influence on what goes on in 
their work group and influence on decisions that affect 
their job, keep time and listen to my ideas and suggestions. 
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CHAPTER THREE 
RESEARCH METHODOLOGY 
3.0 Introduction 
 This chapter covers the research design, target population, sampling procedure and 
sample size, data collection method, data validity and reliability, data analysis and 
presentation, ethical consideration and finally the expected output. 
3.1 Research Design 
Research design is described as a blue print or outline for conducting a study in such a 
way that maximum control will be exercised over factors that could interfere with the 
validity of the research results (Polit and Hungler, 1999). This study will adopt an 
explanatory research. The basic idea behind explanatory research is to measure variables 
using data collected from a representative sample and then to examine relationships 
among the variables. In most instances, explanatory research attempt to capture attitude 
or patterns of past behavior (Hagan, 2000). This design is best for investigating effect of 
leadership styles on succession planning   
3.2 Target Population 
The population of study will comprise registered SMEs where owners/managers in 
Kariobangi light industries. According to Nairobi County records there are 2053 SMEs  
in Kariobangi light industries (Nairobi County, Ministry Of Trade, 2013). The study 
shall only target SMEs within seven sectors, namely; financial services, Retail, 
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Telecommunication, Agriculture, Hospitality, Professional services and Workshop 
services.  
Table 3.1: Target 
Name of SME Target population 
Financial services  450 
Retail   470 
Telecommunication 389 
Agriculture  195 
Hospitality 151 
Professional services 147 
Workshop services 251 
Total  2053 
Source (Company Registrar, 2015) 
3.3 Sample Size and Sampling Design 
A sample size is part of the target/accessible population that has been procedurally 
selected to represent it. Kothari (2009:56) defines a sample size as the number of items to 
be selected from the universe (population) to constitute a sample. From the target 
population of 2053 SMEs, Taro Yamane (1973) sample size formula will be used to 
select a sample size of 335 SMEs as shown below; 
 
      = 335 
Where: 
           n = Sample size 
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           N = Population size 
            e = the error of Sampling  
This study allowed the error of sampling on 0.05. Thus, sample size will be 335 SMEs. 
3.3.1  Sampling Procedure 
Sampling procedure is defined as a process of selecting a suitable sample for the purpose 
of determining the parameters or a description of the strategies, which the researcher will 
use to select representative respondents from the accessible/target population (Adams et 
al., 2007). The study will use Cluster sampling technique to select the SMEs where 
owners/managers will be picked. Therefore, SMEs will be divided into four clusters 
(sectors) where the sample size will be distributed according to Neyman (1934) allocation 
formula. The purpose of the method is to maximize survey precision, given a fixed 
sample size. With Neyman (1934) allocation, the best sample size for stratum h would be: 
 
 Where,  
nh - The sample size for stratum h,  
n -   Total sample size, 
Nh -The population size for stratum h,  
               N   - The total population  
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Hence, distributions will be as follows; 
Table 3.2: Sampling  
Name of SME Target population 
 
Financial services 450 73 
Retail 470 77 
Telecommunication 389 63 
Agriculture 195 32 
Hospitality 151 25 
Professional services 147 24 
Workshop services 251 41 
Total 2053 335 
The researcher shall assign random numbers to respondents in each street then calculate 
the max-value of the sampling interval (the number of individuals in the population 
divided by the number of individuals to be chosen for the sample, Select a random 
number between 1 and the max-value, and repeatedly add the max value to select the rest 
of the SMEs and choose the sample by selecting the SMEs corresponding to the number 
sequence obtained. 
3.4 Data Collection Instrument and Procedures 
3.4.1 Questionnaires 
Instruments refer to the tools to be used for collecting data and how the tools will be 
developed, Oso and Onen (2005). The research will utilize both primary and secondary 
data. The secondary data will be obtained from previous reports as well as the internet. 
The primary data on the other hand is to be obtained from questionnaires. Questionnaires 
are to be used to obtain the primary data required for the project, which are to be self-
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administered by the researcher in the field. Questionnaires are best suited for surveys 
(Saunder et al., 2007). This research will employ a Likert scale i.e. strongly disagrees, 
strongly agree, in rating the various responses. The respondents are required to read, 
understand and tick an appropriate choice. The respondents comprised of the SME 
manager/owners in Kariobangi light industries. 
The questionnaires are to be administered by the researcher so as to obtain more 
information and also obtain clarity of information obtained from the respondents.  
3.4.1 Validity and Reliability of the Instruments 
According to Panton (2000) validity is the quality attributed to proposition or measures of 
the degree to which they conform to establish the truth. For this study, validity is to be 
achieved through a pilot test. The research will employ the use of questionnaires. The 
purpose of construct validity is to show that the items measure and are correlated with 
what they purport to measure, and that the items do not correlate with other constructs. 
Cronbach’s alpha will be used to determine reliability, where Cronbach's coefficient, 
having a value of more than 0.5 is considered adequate for such exploratory work 
(Nunally, 1978).  
3.5 Data Analysis and Presentation. 
Data will be analyzed both quantitatively and qualitatively. Data analysis will be 
facilitated by use of SPSS (Statistical Package for Social Science) Computer package. 
Qualitative data will be analyzed using thematic analysis. Descriptive methods will be 
employed in analyzing qualitative data where frequencies and proportions will be used in 
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interpreting the respondent’s perception of issues that will be raised in the questionnaires 
so as to answer the research questions. Descriptive statistics such as frequency 
distribution, percentages, means and standard deviations will be calculated and data 
presented in form of tables, graphs and charts will be used. Inferential statistics will be 
used to draw implications from the data with regard to the regression model.  
Multiple regression model used in this study is given as; 
 
1= Succession planning  
 = constant. 
β1… β5= the slope which represents the degree in which Succession planning changes as 
the independent variable change by one unit variables. 
= Directive leadership  
= Transformational leadership  
= Participative leadership  
= Transactional leadership  
ε = error term 
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In order to test for multicollinearity among the predictor variables, variance inflation 
factor (VIF) and tolerance will be applied. The tolerance indicator for predictor variables 
greater than 0.1 and VIF values less than 10 indicates that there is no multicollinearity 
problem (Neter et al 1996), (Ott and Longnecker 2001). Variables will be tested at a 
significant level of 0.01 (1%) and data presentation will be done using tables. 
3.6 Ethical Considerations 
The researcher respected the respondents’ privacy.  The participants were not expected to 
write their names on the questionnaire, but each questionnaire has a code number for 
reference.  The participants were assured that the information given was treated 
confidentially and for the purpose intended only.  They also had the freedom to withdraw 
from the study at any point or time. 
The researcher informed the respondents that they have a right not to participate in the 
study if they so wish. The researcher also informed the respondents that they have a right 
to withdraw from the study at any time without giving a reason as to their withdrawal 
regarding the right to privacy of the respondents. In all cases, names were kept 
confidential thus collective names like ‘respondents’ were used.  
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CHAPTER FOUR 
RESULTS AND DISCUSSION OF FINDINGS 
4.1  Introduction 
This chapter presents analysis and findings of the study as set out in the research 
objective and research methodology. The study findings are presented on the effect of 
leadership styles on succession planning in small and medium enterprises in Kenya; A 
case study of Kariobangi light industries. To achieve the objective of this study the 
respondents were highly encouraged and persuaded to respond to the statements in the 
questionnaire objectively to ensure validity and reliability. 
4.1.1 Questionnaire Return Rate 
The study findings revealed that 335 questionnaires were distributed to the respondents. 
271 questionnaires out of the 335 were returned, which gives a response rate of 
approximately 80.89% percent. This response rate is adequate for analysis and reporting. 
4.2  Demographic Information 
The demographic information of the respondents was considered necessary because the 
ability of the respondents to give satisfactory information on the study variables may be 
affected by their background. The demographic information put into consideration 
included the gender, age category, academic qualifications and experience. 
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The study put into account the gender of the respondents. From the study, 59.6% (161) of 
the respondents are male and 40.6% (110) are female. Consideration of gender was 
reliable in the study so as to get views from both sides which have great importance. This 
shows that there was no biasness in the research because all gender participated. Abor 
(2008) notes that the gender of the small business owner may affect the performance of 
firm. Mahuka (2009) conclude that there is also no evidence that Australian SMEowners 
particularly female owners are being discouraged from applying for loans from a 
financial institution because they believe their application will be rejected.  
The age of the respondents was also established. The results of the study showed that 
40.2% (109) of the respondents are between 23 to 30 years, 28.8% (78) of them are 
between 31 and 35 years, 16.2% (44) are over 51 years,8.9% (24) of them are between 41 
and 45 years,4.8% (13) are between 46 and 50 years and the least are 1.1% (3) between 
36 to 40 years. age of the respondents were relevant to the study since it is assumed that 
those respondents who are mature have adequate knowledge and therefore are in a 
position to state the effect of leadership styles on succession planning. 
With reference to the academic qualification of the respondents, 48.3% (131) of them a 
degree, 29.2% (79) diploma and 22.5% (61) Certificate level of education. It appears 
therefore that respondents were in a better position to establish the effects of leadership 
styles on succession planning. Precisely, most of the respondents had a degree hence they 
were reliable to give relevant information as sought by the study. 
Finally, in regards to respondents’ experience, 42.4% (115) of them have worked for 4 to 
7 years, 27.3% (74) for over 10 years, and 21% (57) for 8 to 10 years while 9.2% (25) of 
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the respondents have worked for less than 3 years. As a result, majority of the 
respondents were experienced and had the ability to make comprehensive decisions, 
leading to successful succession planning. 
Table 4.1  Demographic Information 
Frequency Percent 
gender male 161 59.4 
female 110 40.6 
Total 271 100 
age category  23-30 109 40.2 
31-35 78 28.8 
36-40 3 1.1 
41-45 24 8.9 
46-50 13 4.8 
over 51 44 16.2 
Total 271 100 
 academic qualifications certificate 61 22.5 
diploma 79 29.2 
degree 131 48.3 
Total 271 100 
experience  below 3yrs 25 9.2 
between 4-7yrs 115 42.4 
between 8-10yrs 57 21 
above 10yrs 74 27.3 
Total 271 100 
4.3  Directive Leadership 
The researcher sought to examine the influence of directive leadership on succession 
planning in small and medium enterprises. Table 4.2 presents the findings of the study. 
From the findings in the table, 72.7% (197) of the respondents confirmed that they plan, 
schedule and assign responsibilities (mean = 4.59, SD = 0.81).Also, 57.2% (155) of the 
respondents stated that they clarify expectations, goals, and work methods (mean = 4.54, 
SD = 0.594).Moreover,52.4% (142) of the respondents strongly agreed that they assign 
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tasks designed to accomplish specific goals (mean = 4.42, SD = 0.649).In the same 
way,53.5% (145) of the respondents agreed that they define roles and communication 
patterns (mean = 4.41, SD = 0.595).As well,55.7% (151) of the respondents agreed that 
they monitor and follow up on their assignments (mean = 4.4, SD = 0.587). 
Table 4.2  Directive Leadership 
SD D U A SA Mean 
Std. 
Deviation 
I  rarely allow the goals or the plan to 
be openly or routinely questioned 
once they are in place Freq. 43 50 13 130 35 3.24 1.329 
% 15.9 18.5 4.8 48 12.9 
I  make sure that every task you work 
toward is by the book or has worked 
before Freq. 120 9 87 55 3.28 1.225 
% 44.3 3.3 32.1 20.3 
I makes sure that everyone is 
supervised and is given a task. Freq. 57 124 90 3.91 1.082 
% 21 45.8 33.2 
I assign tasks designed to accomplish 
specific goals Freq. 4 142 125 4.42 0.649 
% 1.5 52.4 46.1 
I guided and structures  employees’ 
activities Freq. 2 23 151 95 4.24 0.666 
% 0.7 8.5 55.7 35.1 
I clarify expectations, goals, and 
work methods Freq. 2 2 112 155 4.54 0.594 
% 0.7 0.7 41.3 57.2 
I monitors and follow up on our 
assignments Freq. 2 2 151 116 4.4 0.587 
% 0.7 0.7 55.7 42.8 
I define roles and communication 
patterns Freq. 2 3 145 121 4.41 0.595 
% 0.7 1.1 53.5 44.6 
I plan, schedule, and assign 
responsibilities Freq. 2 14 2 56 197 4.59 0.81 
% 0.7 5.2 0.7 20.7 72.7 
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Further,55.7% (151) of the respondents agreed that they guide and structure employees’ 
activities ( mean = 4.24, SD = 0.666).Additionally,45.8% (124) of the respondents agreed 
that they make sure that everyone is supervised and is given a task ( mean = 3.91, SD = 
1.082).However,44.3% (120) of the respondents strongly disagreed that they make sure 
that in every task they work by the book. Also, they were not certain whether they rarely 
allow the goals or the plan to be openly or routinely questioned once they are in place 
(mean = 3.24, SD = 1.329). The findings show that SMEs under this study had leaders 
who had directive leadership. Directive leaders need to be credible, eloquent, self-
confident, motivated, and willing to take risks in order to take the company to greater 
heights because they can take on future roles when it comes to succession. 
4.4 Transformational Leadership 
The researcher also examined the influence of transformational leadership on succession 
planning in small and medium enterprises. The findings are as presented in table 4.3.As 
evidenced in the table, 66.8% (181) of the respondents strongly agreed that they provide 
assistance with the work when it is needed (mean = 4.66, SD = 0.49).Similarly, 61.6% 
(167) of them strongly agreed that they are patient and helpful when giving instructions 
or explanations (mean = 4.62, SD = 0.487).Also,57.2% (155) of them strongly agreed 
that they show acceptance and positive regard for others (mean = 4.57, SD = 0.496).In 
the same way,53.1% (144) of the respondents strongly agreed that they remember 
important details about the person such as their name (mean = 4.53, SD = 0.5).Also, 
55.4% (150) of the respondents affirmed that they are polite and considerate, not arrogant 
and rude ( mean = 4.46, SD = 0.687).Further,49.4% (134) of them agreed that they 
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provide sympathy and support when the person is anxious or upset ( mean = 4.45, SD = 
0.593).In addition, 55.7% (151) of the respondents strongly agreed that they express 
confidence in the person when there is a difficult task (mean = 4.31, SD = 
0.981).Moreover, 50.6% (137) of them agreed that they treat each employee as an 
individual (mean = 4.2, SD = 0.898).Finally, 56.5% (153) of them agreed that they are 
willing to help with personal problems (mean = 4.1, SD = 0.82). 
 Table 4.3  Transformational leadership 
SD D U A SA Mean 
Std. 
Deviation 
I show acceptance and positive 
regard for others Freq. 0 0 0 116 155 4.57 0.496 
% 0 0 0 42.8 57.2 
I am polite and considerate, not 
arrogant and rude Freq. 2 18 0 101 150 4.46 0.687 
% 0.7 6.6 0 37.3 55.4 
I treat each employee as an 
individual Freq. 4 21 0 137 109 4.2 0.898 
% 1.5 7.7 0 50.6 40.2 
I remember important details about 
the person (like their name!). Freq. 0 0 0 127 144 4.53 0.5 
% 0 0 0 46.9 53.1 
I am patient and helpful when giving 
instructions or explanations Freq. 0 0 0 104 167 4.62 0.487 
% 0 0 0 38.4 61.6 
I provide sympathy and support 
when the person is anxious or upset Freq. 0 4 2 134 131 4.45 0.593 
% 0 1.5 0.7 49.4 48.3 
I express confidence in the person 
when there is a difficult task Freq. 0 33 2 85 151 4.31 0.981 
% 0 12.2 0.7 31.4 55.7 
I provide assistance with the work 
when it is needed Freq. 0 0 2 88 181 4.66 0.49 
% 0 0 0.7 32.5 66.8 
I am willing to help with personal 
problems Freq. 0 22 13 153 83 4.1 0.82 
% 0 8.1 4.8 56.5 30.6 
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4.5 Participative leadership 
In this section of the study, the study sought to establish the influence of participative 
leadership on succession planning in small and medium enterprises. Table 4.4 illustrates 
the results. As shown in the table, 54.2% (147) of the respondents strongly agreed that 
they are allowed to participate in planning daily activities(mean = 4.54, SD = 0.499).It 
was also confirmed by 49.8% (135) of the respondents that their superiors keep time and 
listen to their ideas and suggestions (mean = 4.46, SD = 0.6).As well, 52% (141) of them 
agreed that they are allowed to set their own targets ( mean = 4.26, SD = 
0.798).Further,57.2% (155) of the respondents agreed that they are allowed to decide on  
how to do their job ( mean = 3.87, SD = 1.085).Similarly,65.3% (177) of them agreed 
that in their business employees participate in setting procedures ( mean = 3.86, SD = 
0.813).In addition,52.4% (142) of the respondents agreed that employee in their business 
are allowed to have direct influence on their work (mean = 3.75, SD = 1.035).Moreover, 
53.9% (146) of the respondents agreed that in their business employees have much to say 
or influence on what goes on in their work group. They also allowed to make use of 
personal judgment as confirmed by 56.5% (153) of the respondents. However, there is 
doubt whether employees in the business have much to say or influence on what goes on 
in their work group (mean = 3.34, SD = 1.156).  
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Table 4.4  Participative Leadership 
SD D U A SA Mean 
Std. 
Deviation 
I am allowed to participate in planning 
daily activities Freq. 0 0 0 124 147 4.54 0.499 
% 0 0 0 45.8 54.2 
I am allowed to set my own targets Freq. 0 20 0 141 110 4.26 0.798 
% 0 7.4 0 52 40.6 
In my business, employee are 
participate in Setting procedures Freq. 3 22 27 177 42 3.86 0.813 
% 1.1 8.1 10 65.3 15.5 
Employee in my business are allowed to 
have direct influence on their work Freq. 5 46 20 142 58 3.75 1.035 
% 1.8 17 7.4 52.4 21.4 
I am allowed to make Use of personal 
judgment Freq. 21 72 5 153 20 3.29 1.164 
% 7.7 26.6 1.8 56.5 7.4 
I am allowed to decide on  how to do 
my job Freq. 19 18 10 155 69 3.87 1.085 
% 7 6.6 3.7 57.2 25.5 
In my business employees have much to 
say or influence on what goes on in 
their work group Freq. 21 62 17 146 25 3.34 1.156 
% 7.7 22.9 6.3 53.9 9.2 
In my business employees have much to 
say or influence on decisions that affect 
their job Freq. 21 77 41 130 2 3.06 1.051 
% 7.7 28.4 15.1 48 0.7 
My superiors are keep time and listen to 
my ideas and suggestions Freq. 0 4 3 129 135 4.46 0.6 
% 0 1.5 1.1 47.6 49.8 
4.6  Transactional leadership 
The researcher sought to establish the influence of transactional leadership on succession 
planning in small and medium enterprises. The results are as presented in table 4.5.As 
evidenced in table 4.5, 56.1% (152) of the respondents agreed that they do on-site 
observation (mean = 4.4, SD = 0.55).Also, 47.2% (172) of them strongly agreed that they 
love what they do and ensure that their values are aligned with the organization they 
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work with (mean = 4.4, SD = 0.63).Further,56.8% (154) of the respondents agreed that 
they  always teach and mentor ( mean = 4.21, SD = 0.78).As well, 51.3% (139) of them 
agreed that they make difficult decisions that are aligned with hotel visions, mission and 
objectives ( mean = 4.08, SD = 0.92).Finally,56.5% (153) of the respondents agreed that 
they show faith in the capabilities of the follower to succeed (mean = 4.04, SD = 1.01). 
Table 4.5  Transactional Leadership 
SD D U A SA Mean 
Std. 
Deviation 
I shows faith in the capabilities 
of the follower to succeed Freq. 19 2 13 153 84 4.04 1.01 
% 7 0.7 4.8 56.5 31 
I always teach and mentor 
followers Freq. 0 19 2 154 96 4.21 0.78 
% 0 7 0.7 56.8 35.4 
I love what he/she do and ensure 
that our values are aligned with 
the organization  Freq. 0 2 15 126 128 4.4 0.63 
% 0 0.7 5.5 46.5 47.2 
I do on-site observation Freq. 0 2 2 152 115 4.4 0.55 
% 0 0.7 0.7 56.1 42.4 
I make difficult decisions that 
are aligned with the business 
visions, mission and objectives Freq. 5 19 17 139 91 4.08 0.92 
% 1.8 7 6.3 51.3 33.6 
 
4.7  Succession Plan 
This section of the study present the results on succession plan. Table 4.6 illustrates the 
results. As evidenced in the table, 51.7% (140) of the respondents affirmed that whoever 
takes over the business is respected by all the employees (mean = 4.42, SD = 
0.656).Also,56.5% (153) of them agreed that there is high commitment and involvement 
of the management/owner ( mean = 4.38, SD = 0.582).Moreover,43.9% (119) of the 
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respondents strongly agreed that the business stills runs well with the new successor ( 
mean = 4.23, SD =0.785).Further,58.3% (158) of them agreed that the business have 
never been left without a leader ( mean = 4.22, SD = 0.635).Similarly,47.2% (128) of the 
respondents agreed that there has been understanding among stockholders on who should 
take over the business ( mean = 4.14, SD = 0.783).  
Table 4.6  Succession Plan  
SD D U A SA Mean 
Std. 
Deviation 
There is no conflict between 
stockholders on who should 
take over the  business Freq. 0 6 70 138 57 3.91 0.742 
% 0 2.2 25.8 50.9 21 
There is high commitment and 
involvement of the 
management/owners Freq. 0 4 2 153 112 4.38 0.582 
% 0 1.5 0.7 56.5 41.3 
The owners regularly review 
talent of the successor Freq. 0 21 36 172 42 3.87 0.763 
% 0 7.7 13.3 63.5 15.5 
The business have never been 
left without a leader Freq. 0 3 22 158 88 4.22 0.635 
% 0 1.1 8.1 58.3 32.5 
There has been understanding 
among stockholders on who 
should take over the business Freq. 2 4 42 128 95 4.14 0.783 
% 0.7 1.5 15.5 47.2 35.1 
Whoever take over the 
business is respected by all the 
stockholders Freq. 0 0 25 106 140 4.42 0.656 
% 0 0 9.2 39.1 51.7 
The business stills runs well 
with the new successor Freq. 0 3 50 99 119 4.23 0.785 
% 0 1.1 18.5 36.5 43.9 
We love the new successor Freq. 2 71 0 106 92 4.06 0.817 
% 0.7 26.2 0 39.1 33.9 
As well,39.1% (106) of them agreed that they love the new successor ( mean  = 4.06, SD 
= 0.817).In addition,50.9% (138) of the respondents agreed that there is no conflict 
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between stockholders on who should take over the  business ( mean = 3.91, SD = 
0.742).Finally, 63.5% 9172) of the respondents agreed that the owners regularly review 
talent of the successor ( mean = 3.87, SD = 0.763).  
4.8  Correlation Results 
Pearson Product-Moment Correlation (r) was used to analyze the relationships that are 
inherent among the independent and dependent variables as well as among the 
independent variables/ factors. Table 4.7 presents the results. 
A significant correlation exists between directive leadership and succession planning 
(0.360) – Pearson correlation significance at 0.01 and 0.000 significance < 0.05 which 
implies significant correlation. Also, there is a significant correlation between 
transformational leadership and succession planning (0.539) – Pearson correlation 
significance at 0.01 and 0.000 significance < 0.05 which implies significant correlation. 
Another significant correlation that exists between participative leadership and 
succession planning. (0.337)-- Pearson correlation significance at (0.001) and 0.000 
significance <0.05 which implies significant correlation.Also, the correlation results 
indicated that transactional leadership is positively related with succession planning as 
shown by a coefficient of r = .443 which is significant at p< 0.01. 
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Table 4.7  Correlation Results  
succession 
planning 
directive 
leadership 
transformational 
leadership 
participative 
leadership 
transactional 
leadership 
succession planning 
Pearson 
Correlation 1 
Sig. (2-
tailed) 1 
directive leadership 
Pearson 
Correlation .360** 1 
Sig. (2-
tailed) 0.000 
transformational 
leadership 
Pearson 
Correlation .539** .353** 1 
Sig. (2-
tailed) 0.000 0.000 
participative 
leadership 
Pearson 
Correlation .337** .238** .179** 1 
Sig. (2-
tailed) 0.000 0.000 0.003 
transactional 
leadership 
Pearson 
Correlation .443** .199** .242** .648** 1 
Sig. (2-
tailed) 0.000 0.001 0.000 0.000 
** Correlation is significant at the 0.01 level (2-tailed). 
4.9  Model Summary  
The results from table 4.8 shows that the study multiple regression model had a 
coefficient of determination (R2) of about 0.416. This means that 41.6% variation of 
succession planning is explained/predicted by joint contribution of transactional 
leadership, directive leadership, transformational leadership and participative leadership. 
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Table 4.8  Model Summary 
R R Square Adjusted R Square 
Std. Error of the 
Estimate 
.645a 0.416 0.407 0.35408 
a Predictors: (Constant), transactional leadership, directive leadership, transformational 
leadership, participative leadership 
4.10  ANNOVA Model 
Table 4.9  reveals that  the F-value of 47.277 with a p value of 0.00 significant at 5% 
indicate that the overall regression model is significant, hence, the joint contribution of 
the independent variables  was significant in succession planning. 
Table 4.9  Analysis Of Variance 
Sum of 
Squares Df 
Mean 
Square F Sig. 
Regression 23.71 4 5.927 47.277 .000b 
Residual 33.35 266 0.125 
Total 57.06 270 
a Dependent Variable: succession planning 
b Predictors: (Constant), transactional leadership, directive leadership, transformational 
leadership, participative leadership 
4.11  Hypothesis Testing 
Hypothesis 1 (Ho1) revealed that directive leadership has no significant effect on 
succession planning. Findings showed that directive leadership had coefficients of 
estimate which was significant basing on β1= 0.148 (p-value = 0.004 which is less than α 
= 0.05)   implying that we reject the null hypothesis and conclude that directive 
leadership has positive and significant effect on succession planning. This indicates that 
increase in directive leadership leads to an increase in succession planning, i.e. an 
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increase in a given unit of directive leadership may contribute 14% of succession 
planning. Consistent with the results, DeGroot et al., (2000) postulate that directive 
leaders are more effective than transactional leaders since they increase followers’ 
performance, satisfaction and commitment. Similarly, a study conducted by Conger et al. 
(2000) found that directive leadership has a positive effect on succession planning. 
Hypothesis 2 (Ho2) stated that transformational planning has no significant effect on 
succession planning. Findings showed that transformational planning had coefficients of 
estimate which was significant basing on β2= 0.410 (p-value = 0.000 which is less than α 
= 0.05) which implies that we reject the null hypothesis and argue transformational 
planning had positive and significant effect on succession planning. This implies that to 
increase succession planning there should be an increase in transformational planning. 
The effect of transformational planning is more than the effect attributed to the error; this 
is indicated by the t-test value = 8.038. Further support to the study findings is by 
Epitropaki and Martin (2013) who found that transformational leaders foster smoother 
and more relaxed communications and negotiations hence a more viable succession 
planning initiative. In a similar vein, Yukl, (2013) posits that transformational leadership 
persuades employees to go beyond their individual interests which are a sign of a good 
future leader for the company. Additionally, a study done by Northouse, (2009) indicates 
that transformational leaders promote a shared vision and stimulate each individual to 
work for the future benefit of the organization hence assisting the organization in the 
process of succession planning.  
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 Hypothesis 3 (Ho3) stated that participative leadership had no significant effect on 
succession planning. We accept the hypothesis based on coefficients of estimate which 
was not significant basing on β3= 0.042 (p-value = 0.497 which is less than α = 0.05). 
Also the effect of participative leadership is shown by the t-test value of 0.68 which 
implies that the effect of participative leadership suppresses that of the error. As opposed 
to the study findings, Brenda, (2001) argues that participative leadership contribute 
positively to future succession plan since each team member has an opportunity to voice 
their ideas and tap their skills to improve team effectiveness and efficiency. Further, 
Benefiel, (2005) stipulates that participative leadership gives employees an opportunity to 
create and approve policies hence contributing positively to the succession plan of the 
organization. 
Hypothesis 4 (Ho4) postulated that transactional leadership has no significant effect on 
succession planning. Findings showed that transactional leadership had coefficients of 
estimate which was significant basing on β4= 0.287 (p-value = 0.000 which is less than α 
= 0.05) implying that we reject the null hypothesis and conclude that increase in 
transactional leadership, leads to an increase in succession planning i.e. an increase in a 
given unit of transactional leadership can contribute 28% of succession planning. The 
effect of transactional leadership is stated by the t-test value= 4.595 which indicates that 
the effect of transactional leadership surpasses that of the error. Similarly, Vera & 
Crossan, (2004) states that transactional leaders are expected to inform organizational 
members of what is expected from them and how they will be rewarded for their efforts, 
in so doing there is a viable future succession plan. In the same way, Bass et al., (2003) 
echo that transactional leadership has a positive influence on future succession plan. 
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Table 4.10  Coefficient of Estimate 
Unstandardized 
Coefficients Standardized Coefficients 
B Std. Error Beta t Sig. 
(Constant) 0.13 0.294 0.442 0.659 
Directive leadership 0.127 0.044 0.148 2.899 0.004 
Transformational 
leadership 0.479 0.06 0.410 8.038 0.000 
Participative leadership 0.039 0.057 0.042 0.68 0.497 
Transactional leadership 0.291 0.063 0.287 4.595 0.000 
a Dependent Variable: succession planning 
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CHAPTER FIVE 
SUMMARY OF THE FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 
5.1  Introduction  
This chapter provides the summary of the findings from chapter four, and it also gives the 
conclusions and recommendations of the study based on the objectives of the study. 
5.2 Summary of Findings 
The general purpose of this study was to determine the effect of leadership styles on 
succession planning in small and medium enterprises in Kenya; A case study of 
Kariobangi light industries. To achieve the objectives of the study primary data was 
collected by use of self-administered predetermined questionnaire. This section presents 
the findings from the study in comparison to what other scholars have said about the 
effect of directive leadership, transformation leadership, participative leadership and 
transactional leadership on succession planning as noted under literature review. 
As noted in the previous chapter, directive leadership has a positive effect on succession 
planning basing on β1= 0.148 (p-value = 0.004 which is less than α = 0.05).Due to the 
fact that directive leaders foster the acceptance of shared goals, and motivate followers 
for the achievement of organizational goals, they lay a strong foundation for the future 
succession of the company (Walter & Bruch, 2009). According to Yukl, (2013), directive 
leaders communicate an idealized vision and motivate their followers by appealing to 
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their values and beliefs hence their staff is likely to follow the same trend making good 
candidates for future succession.  
The findings also showed that transformational planning has a positive and significant 
effect on succession planning as evidenced on n β2= 0.410 (p-value = 0.000 which is less 
than α = 0.05).This implies that transformational leadership motivates followers to align 
their goals and beliefs to that of the organization therefore creating room for succession 
planning. Consistently, with transformational leadership, there is high quality exchange 
which stimulates and elevates leaders and followers (Northouse, 2009).Also, a study 
conducted by Sun et al., (2012) revealed that transformational leadership allows for the 
implementation of structural interventions that result in increased autonomy, higher self-
efficacy, and enhanced employee influence which in turn enhances successful succession 
planning.  
However, the study has shown that participative leadership has no significant effect on 
succession planning basing on β3= 0.042 (p-value = 0.497 which is less than α = 
0.05).Contrary to the results, Bass, (2008) notes that through participative leadership, 
organizations can make decisions regarding its future succession plans. This is due to the 
fact that employees will work to their level best in an attempt to ensure that the future is 
well planned for.  
Finally, transactional leadership has a positive and significant effect on succession 
planning basing on β4= 0.287 (p-value = 0.000 which is less than α = 0.05).Cognate to the 
results, Rainey, (2009) states that rewarding an employee through promotion, employees 
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may feel considered by the organization thereby setting out a viable plan for future 
succession of the company.  
5.3  Conclusion 
The study has established that directive leadership has a positive effect on succession 
planning. With directive leadership, followers are able to cope with uncertainty since 
leaders that exhibit directive leadership communicate determination, motivation as well 
as inspiration. Consequently, such leaders can take risks to achieve what is the most 
beneficial outcome for the organization succession planning. 
Also, transformational leadership creates room for succession planning. Thus, 
transformational leaders are effective in communicating an appealing vision and the need 
for positive change thereby enhancing successful succession planning. Similarly, with 
exposure to transformational leaders, employees are motivated to go beyond their 
individual interest hence they make good future leaders. 
The study has established that participative leadership has no significant effect on 
succession planning. Despite the fact that participative leadership gives employees an 
opportunity to be involved in the growth of the organization and future succession, the 
study results exhibits insignificant effect of participative leadership on succession 
planning. This could be due to the slower form of decision-making associated with 
participative leadership. 
Finally, transactional leadership has a positive and significant effect on succession 
planning. Since transactional leadership is based on the premise that achievement are 
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rewarded and deviations punished, employees work towards improving performance so 
that they may be considered in the future ownership of the company. It can therefore be 
concluded that transactional leadership is effective in increasing organizational 
identification and creating a viable succession plan. 
5.4  Recommendations 
In light of the findings of the study, the followings recommendations are made: 
1. It is evident from the results that directive leadership contributes positively to 
succession planning. It is therefore important for organizations to build a culture 
of strong leadership whereby employees show effective leadership at all levels. 
Leaders should also plan, schedule and assign responsibilities in order to nurture 
directive leadership. Also, they need to guide and structure employees’ activities 
in order to model good candidates for future succession. 
2. It is also clear from the results of the study that transformational leadership 
contributes to successful succession planning. It is therefore important for leaders 
to have a clear vision and appeal emotionally to their followers in order for them 
to be a source of admiration and identification. This will have a “pull effect” on 
the employees in that they will strive to excel so as to create viable potentials 
when it comes to the succession of the company. 
3. Finally, since transactional leadership has a positive effect on succession plan, it 
is important for employees to ensure that their values are aligned with that of the 
organization. For the leaders, they should teach and mentor their followers and 
show faith in their capabilities to succeed. Also it is important for the organization 
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to reward exemplary performance among employees so as to encourage all 
employees at all levels to portray the behavior. With this put into consideration, 
there will be a viable succession plan. 
5.5  Limitations of the Study 
The main limitation experienced in this study was that most leaders of small and medium 
enterprises considered some pieces of information as confidential and did not want to 
reveal everything. This limitation was minimized by observation of non-verbal behavior 
of the respondents and making informed conclusions on some of the issues. The study 
also found challenges in tracking the owners who were not available at time of data 
collection. 
This study  used questionnaires which were based on self-reported information, however, 
sometimes self-reported information is not always accurate. Pretesting of the tool was 
done to minimize this respondent recall bias error. Respondents withdrew from the study 
or failed to return the questionnaires. The researcher in such a case  undertook a follow 
up with a similar questionnaire to the concerned. 
5.6 Suggestions for Further Studies 
This study was conducted to determine the effect of leadership styles on succession 
planning in small and medium enterprises in Kenya; A case study of Kariobangi light 
industries. The sample was drawn from only Kariobangi light industries, thus this study 
may be limited in its generalizability of the findings. So, future research should have to 
draw sample of respondents from a larger scope for the sake of generalizing the results of 
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the study.Also, this study recommends that further research be carried out to determine 
the effect of participative leadership on succession planning since the study found no 
significant relationship. 
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APPENDICES 
APPENDIX I: QUESTIONNAIRE FOR EMPLOYEES 
I am Nicholas Kagai a student at MUA pursuing my post graduate degree, currently 
conducting research on: EFFECT OF LEADERSHIP STYLES ON SUCCESSION 
PLANNING IN SMALL AND MEDIUM ENTERPRISES IN KENYA; A CASE 
STUDY OF KARIOBANGI LIGHT INDUSTRIES . I kindly request you to 
participate in my study and your responses to the items in the questionnaire will be 
treated with utmost confidentiality, and will not be used for any other purposes except 
this study. The questionnaire is made up of two sections A and B. Please answer each 
question by writing on the spaces provided or tick (√) against the boxes provided. The 
information provided will be used for the purpose of this research only; therefore do not 
write your name on the answer sheet.  
SECTION A 
1. What is your gender? 
Male [   ] Female [   ]  
2. What is your age category?  
 22-30 years [   ] 31-35 years [   ]         36-40 years  [   ] 
 41-45years [   ] 46-50years      [   ] over 51 years [   ]  
 3. What are your academic qualifications?  
           [   ] Certificate   [   ]  Diploma  
[   ]  Degree     [   ] Masters 
[   ]  Other Specifications………………………………………………………  
4. For how long have you been in the business? 
 [   ] Below 3years [   ] Between 4- 7years 
 [   ] Between 8-10 years [   ] Above 10years 
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SECTION B: DIRECTIVE LEADERSHIP (TICK WHERE APPLICABLE) 
5 – Strongly Agree, 4 – Agree, 3, Undecided, 2 – Disagree, 1 – Strongly Disagree 
SA A U D SD 
I  rarely allow the goals or the plan to be openly or routinely 
questioned once they are in place       
I  make sure that every task you work toward is by the book or 
has worked before      
1 makes sure that everyone is supervised and is given a task.      
1 assign tasks designed to accomplish specific goals      
1 guided and structures  employees’ activities      
I clarify expectations, goals, and work methods      
I monitors and follow up on our assignments      
I define roles and communication patterns      
I plan, schedule, and assign responsibilities      
SECTION C: TRANSFORMATIONAL LEADERSHIP(TICK WHERE 
APPLICABLE) 
SA A U D SD 
I show acceptance and positive regard for others        
I am polite and considerate, not arrogant and rude      
I treat each employee as an individual        
I remember important details about the person (like their 
name!).       
I am patient and helpful when giving instructions or 
explanations      
I provide sympathy and support when the person is anxious or 
upset      
I express confidence in the person when there is a difficult task      
I provide assistance with the work when it is needed      
I am willing to help with personal problems      
SECTION D: PARTICIPATIVE LEADERSHIP (TICK WHERE APPLICABLE) 
SA A U D SD 
I am allowed to participate in planning daily activities      
I am allowed to set my own targets      
In my business, employees  participate in Setting procedures      
Employee in my business are allowed to have direct influence on 
their work      
I am allowed to make Use of personal judgment      
I am allowed to decide on  how to do my job      
In my business employees have much to say or influence on what 
goes on in their work group      
In my business employees have much to say or influence on 
decisions that affect their job      
My superiors  keep time and listen to my ideas and suggestions      
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SECTION E: TRANSACTIONAL LEADERSHIP (TICK WHERE APPLICABLE)  
SA A U D SD 
I show faith in the capabilities of the follower to succeed      
I always teach and mentor followers       
I love what he/she does and ensure that our values are aligned 
with the organization       
I do on-site observation      
I make difficult decisions that are aligned with the business 
visions, mission and objectives       
SECTION F: SUCCESSION PLANNING (TICK WHERE APPLICABLE) 
SA A U D SD 
There is no conflict between stockholders on who should take 
over the  business      
There is high commitment and involvement of the 
management/owners      
The owners regularly review talent of the successor      
The business have never been left without a leader      
There has been understanding among stockholders on who should 
take over the business      
Whoever take over the business is respected by all stakeholders      
The business stills runs well with the new successor      
We love the new successor      
  
